The moderating effects of need for achievement and need for independence on relationships between role ambiguity, role conflict, and job satisfaction were investigated. Subjects were 90 military and civil service personnel. Results indicated that need for achievement moderates relationships between intersender role conflict and satisfaction and between task ambiguity and satisfaction, while need for independence moderates the relationship between intersender conflict and satisfaction.
In recent years a number of studies have explored relationships between role conflict and role ambiguity and worker attitudes and behavior (Greene & Organ, 1973; Johnson & Graen, 1973; Kahn, Wolfe, Quinn, Snoek, & Rosen thai, 1964; Lyons, 1971; Rizzo, House, & Lirtzman, 1970; Tosi, 1971) . Only two of these studies, however, have examined the influence of individual differences on worker responses to role conflict and role ambiguity (Kahn et ah, 1964; Lyons, 1971) . This study sought to obtain additional evidence on the influence of individual differences by examining the moderating effects of need for achievement and need for independence on relationships between role conflict, role ambiguity, and satisfaction.
Review oj Research
Despite differences in 'terminology and measurement, most studies have obtained significant negative relationships between role conflict and/or role ambiguity and job satisfaction (Greene & Organ, 1973; Kahn et al., 1964; Lyons, 1971; Rizzo et al., 1970) . A study by Tosi (1971) , however, failed to find a significant relationship between role ambiguity and job satisfaction.
Significant relationships between role conflict and/or role ambiguity and propensity to Portions of this paper were presented at the annual meeting of the Eastern Academy of Management, College Park, Maryland, May 1974. Requests for reprints should bo sent to Thomas VV. Johnson, Department of Organizational Science, Copeland Hall, Ohio University, Athens, Ohio 45701. leave, voluntary turnover, and job performance have also been reported. Rizzo et al. (1970) and Lyons (1971) both found a significant relationship between role ambiguity and expressions of the desirability and likelihood of leaving the job, Lyons (1971) has obtained a significant relationship between role ambiguity and voluntary turnover, and Johnson and Graen (1973) have obtained significant relationships between both role ambiguity and role conflict and voluntary turnover. Greene and Organ (1973) have reported significant negative relationships between role ambiguity and role conflict and job performance ratings.
Thus there is evidence that role ambiguity and role conflict tend to be associated with lower job satisfaction, a greater likelihood of voluntarily leaving the organization, and lower job performance, However, there is also some indication that not all workers respond negatively to role ambiguity and role conflict (Kahn et al., 1964; Lyons, 1971) . Kahn et al. (1964) , using S3 managerial level employees from several industries as subjects, found a significant positive relationship between role conflict and job-related tension for individuals classified as introverts. For individuals classified as extraverts, however, there was no relationship between role conflict and job-related tension, In addition, a significant positive relationship between role conflict and job-related tension was found for individuals classified as flexible. No relationship was found for individuals classified as rigid, Kahn et al. (1964) reported the use of a different personality characteristic, need for cognition, when investigating role ambiguity. They found a significant relationship between role ambiguity and job-related tension for individuals classified as high in need for cognition. No relationship was found for individuals classified as low in need for cognition. Lyons (1971) explored the moderating effects of need for clarity on the relationships between role clarity (the obverse of role ambiguity) and propensity to leave, voluntary turnover, job tension, and job satisfaction. His subjects were 156 nurses from several community hospitals. He found significantly greater relationships between role clarity and turnover for individuals classified as high in need for clarity than for individuals classified as low in need for clarity.
Thus there is evidence that different types of workers respond to role conflict and role ambiguity in different ways (Kahn et al., 1964; Lyons, 1971) . This evidence affords at best, however, only a highly tentative conclusion because of the limited number of studies which have been reported. In order to obtain further evidence on this proposition, the moderating effects of need for achievement and need for independence on relationships between role conflict and role ambiguity and job satisfaction were analyzed. Need for achievement and need for independence were selected as individual difference variables because of their prominence in the organizational behavior literature (McClelland, Atkinson, Clark, & Lowell, 19S3; Vroom, 1960) .
METHOD Subjects
The subjects of this study were 92 military officers (second lieutenant to lieutenant colonel) and civil service personnel (GS-9 to GS-14). All subjects were engaged in administrative work at two large military bases and all were college graduates. Their ages ranged from 23 to 60 years, and 95% were male.
Questionnaires were administered to subjects under controlled conditions in small groups. The importance of accurate responses was stressed, and subjects were assured of the anonymity of their responses. Because of missing data, only 90 of the questionnaires were used for analysis.
Instruments
Role conflict and role ambiguity. Measures of role conflict and role ambiguity were derived from a 30-item instrument developed by Rizzo ct al. (1970) with four added items developed by Kahn et al. (1964) . The items developed by Rizzo ct al. (1970) represented a series of statements such as: "I feel certain about how much authority I have" and "I work under incompatible policies and guidelines." Subjects were asked to indicate the extent to which each statement was descriptive of their job situation. Response alternatives were arranged on a 7-point scale which ranged from "very false" to "very true." Two of the items developed by Kahn et al. (1964) measured the extent to which subjects were clear about what they should be doing on their job and the extent to which they were clear about the limits of then-authority. The other two items developed by Kahn et al. (1964) measured the extent to which subjects knew what their supervisor expected and the degree to which their supervisor was satisfied with their work. Response alternatives for these items were arranged on a S-point scale.
Scales were developed by correlating the 34 items and performing a principal-components factor analysis with varimax rotation. Four scales were derived as a result of this analysis: (a) task ambiguity, (b) feedback ambiguity, (c) intersender role conflict, and (d) person-role conflict. Items included in the task ambiguity scale measured the extent to which subjects clearly understood their job duties, responsibilities, authority, etc. The feedback ambiguity scale included items measuring the extent to which subjects were aware of their immediate supervisor's evaluation of their work. The intersender role conflict scale contained items measuring the degree to which subjects received incompatible requests concerning their work. Finally, items included in the person-role conflict scale measured the extent to which subjects' jobs entailed tasks which they felt should not be part of their job. Reliabilities, ranges, and means for these and all other measures are given in Table 1 .
Need jor independence. Need for independence was measured using the short form of the instrument developed by Vroom (1960) in his study of personality determinants of the effects of worker participation. This instrument contains eight items. Some items referred to the frequency with which subjects regularly engage in independent behavior, while others dealt with the satisfaction obtained from this behavior. Response alternatives were arranged on a 5-point scale.
Need for achievement. Need for achievement was measured using an instrument developed by Friis and Knox (1972) . This instrument contains seven items measuring the extent to which subjects have goals, strive to accomplish tasks as quickly as possible, and generally attempt to exert their best effort. Response alternatives were arranged on a S-point scale which ranged from "almost always" to "hardly ever."
Job satisfaction. Two job satisfaction measures were used. Overall job satisfaction was measured by an instrument developed by Brayfield and Rothe (1951) . This instrument includes 18 items. Response alternatives for each item were arranged on a 5-point scale ranging from "strongly agree" to "strongly disagree." Satisfaction with the work itself was measured using a scale from the Role Orientation Index (Johnson & Graen, 1973) . This scale contains seven items. Response alternatives for each item were arranged on a 3-point scale ranging from "agree" to "disagree." Although the scores on the two satisfaction scales are highly correlated (.70), results using both measures are reported to demonstrate that the findings are not instrument-bound.
Analysis
The data were analyzed by trichotomizing subjects on the basis of their scores on need for achievement and need for independence and analyzing the correlations between role scores and satisfaction scores. Comparable correlations for high-and low-individualdifference groups were tested for significance of difference. Since it is doubtful that the individual difference measures discriminate sufficiently between small differences, it was felt that restricting the comparison to extremes would be more meaningful. In addition, overall correlations between role scores and satisfaction scores are provided.
RESULTS
The results indicate significant negative correlations between person-role conflict and both overall and intrinsic satisfaction, between feedback ambiguity and both overall and intrinsic satisfaction, and between task am- biguity and both overall and intrinsic satisfaction for the total sample (see Table 2 ). The correlations between intersender conflict and the satisfaction measures are not significant.
As shown in Table 3 , need for achievement significantly moderates the relationship between task ambiguity and both overall and intrinsic satisfaction. The correlations between task ambiguity and both satisfaction measures are significantly more negative for high-need-for-achievement subjects than for low-need-for-achievement subjects. In addition, the relationship between intersender role conflict and both satisfaction measures is significantly moderated by need for achievement. The correlations between intersender conflict and both satisfaction measures are significantly more negative for high-need-forachievement subjects than for low-need-forachievement subjects. Need for achievement does not significantly moderate the relationships between either person-role conflict or feedback ambiguity and satisfaction.
Need for independence significantly moderates only the relationships between intersender role conflict and overall and intrinsic satisfaction (see Table 4 ). The correlations between intersender conflict and both satisfaction measures are significantly more negative for high-need-for-independence subjects than for low-need-for-independence subjects. While the differences in correlations are not significant, there is a directional indication that low-need-for-independence subjects are less satisfied under conditions of high task ambiguity than high-need-for-independence subjects. This is supported by significant negative correlations only for low-need-for-independence subjects.
DISCUSSION
The results of this study indicate that both need for independence and need for achievement moderate relationships between several role variables and satisfaction. The relationship between intersender conflict and satisfaction is more negative for both high-needfor-achievement subjects and high-need-forindependence subjects than for subjects low in these characteristics. The relationship between task ambiguity is more negative for highneed-for-achievement subjects than for those low in need for achievement. There is also a directional indication that the relationship between task ambiguity and satisfaction is more negative for subjects low in need for independence.
In order to understand the moderating effects of need for achievement, the characteristics of individuals who are high in need for achievement should be examined. In terms of the instrument used in this study (Friis & Knox, 1972) , high-need-for-achievement individuals possess the following characteristics: (a) They are more goal-oriented; (b) the)' place greater emphasis on accomplishing tasks as quickly as possible; (c) they place greater emphasis on exerting their best effort; and (d) they place more emphasis on success than on being self-content. In light of these characteristics it seems quite reasonable that those high in need for achievement are more dissatisfied when they perceive their task assignment to be relatively ambiguous. Without a clear understanding of task assignments, high-need-for-achievement individuals are likely to encounter greater difficulties in accomplishing those things which they valueputting forth their best effort and efficiently achieving success. Similarly, when high-needfor-achievement individuals receive conflicting demands from their role set, they face greater obstacles in efficient task accomplishment. Thus it also seems reasonable that high-needfor-achievement individuals are more dissatisfied with in-tersender role conflict.
The moderating effect of need for independence also seems reasonable given the characteristics of high-need-for-independence individuals. In terms of the instrument used in this study, high-need-for-independence individuals may be characterized as basing their actions on their own judgments and evaluations more often than low-need-forindependence individuals. In addition, they express less desire to be told what to do by persons with legitimate authority. Quite possibly, high-need-for-independence individuals perceive conflicting role demands as a limitation on their opportunities for individual judgment. Since high-need-for-independence individuals place a relatively greater value on self-determined behavior, the significantly more negative relationship between intersender role conflict and satisfaction for the high-need-for-independence group is not surprising. Similarly, the directional indication of less dissatisfaction with ambiguous role demands is quite consistent with the characteristics of high-need-for-independence individuals. With more ambiguous role demands they may be able to exercise more individual judgment in the development of their role definition. ., In conclusion, the results of this study have provided additional evidence that different types of individuals respond differently to role ambiguity and role conflict. Viewed in conjunction with the Kahn et al. (1964) and Lyons (1971) results they indicate that role ambiguity and role conflict should not be viewed as uniformly aversive states. The likelihood that some individuals tolerate role conflict and/or ambiguity quite well may in turn account for the generally modest, albeit significant, relationship between role conflict and ambiguity and variables such as satisfaction, performance, and turnover reported in recent studies. At this point, however, the results of this study, even taken in conjunction with those reported by Kahn et al. (1964) and Lyons (1971) , should be interpreted as suggestive only. The results obtained in this study do demonstrate the need for more extensive studies of the moderating effects of individual differences on worker responses to role conflict and ambiguity. Hopefully, however, future research will move beyond the limited data base currently available by (a) examining the moderating effects of individual differences on relationships .between role conflict and ambiguity and job performance in addition to satisfaction and turnover, (b) utilizing more complete and exhaustive individual differences measures, and (c) obtaining data from a variety of workers from different types of organizations.
